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The Purpose of This Conversation 

The purpose of this conversation is not to convince people that ownership matters. 

Most people already understand that it does. 

The purpose of this conversation is to explore a different question: 

What creates the conditions where ownership can grow? 

This discussion is not intended to reach immediate agreement, solve an organizational 
problem, develop a strategic plan, or generate a list of action steps. 

It is an invitation to explore the Perspective itself. 

What feels true? 

What feels uncomfortable? 

What assumptions does it challenge? 

What questions does it raise? 

What might we understand differently after sitting with it together? 

Participants are not expected to arrive at the same conclusion. 

The value of the conversation comes from hearing how the Perspective is understood 
through different experiences, responsibilities, roles, and lived realities. 

 

How to Use This Guide 

This is a reflective dialogue, not a training session, implementation meeting, or 
presentation. 

Choose the questions most relevant to the people in the room. 

You do not need to ask every question. 

As the person holding the conversation: 

• Invite discovery rather than persuasion. 



• Protect dignity. 

• Allow disagreement. 

• Ask for meaning before asking for solutions. 

• Make room for silence. 

• Resist rushing toward consensus. 

• Remain curious about tension. 

• Notice whose voice is missing. 

• Let ownership of the insight belong to the participants. 

The conversation has been worthwhile when people leave thinking more deeply than 
when they arrived. 

 

Before the Discussion 

Ownership is often discussed as though it can be assigned, required, measured, or 
demanded. 

Organizations ask staff to take ownership. 

Managers ask teams to take ownership. 

Professional Partners ask people to take ownership of plans, goals, and decisions. 

The intention is understandable. 

Organizations carry responsibility. 

Leaders carry accountability. 

Professional Partners carry obligations to safety, compliance, performance, and 
outcomes. 

Yet this Perspective invites us to consider something different: 

Ownership cannot be assigned, mandated, instructed, or required. 

Ownership grows when people understand the purpose, recognize themselves in the 
plan, and discover that their hopes, goals, and future are connected to the work before 
them. 

This Perspective is not asking whether accountability matters. 

It is asking whether accountability alone creates ownership. 



As you enter the conversation, consider this question: 

When we say we want ownership, what are we actually hoping to see? 

 

Shared Discussion Questions 

Use with any audience before moving into the perspective-specific discussion. 

First Reactions 

What stood out to you most in this Perspective? 

What felt immediately true? 

What challenged your thinking? 

What idea are you still sitting with? 

What part of the Perspective feels most relevant to your own experience? 

 

Understanding Ownership 

What does ownership mean to you? 

How is ownership different from agreement? 

How is ownership different from participation, cooperation, or compliance? 

Can someone comply with a plan without owning it? 

Can someone disagree with part of a plan and still take meaningful ownership? 

Do you believe ownership can ever be required? Why or why not? 

What changes when we understand ownership as an outcome rather than an 
instruction? 

 

Seeing Yourself in the Plan 

What does it mean for a person to see themselves in a plan? 

Have you ever participated in something that included you but never truly felt like it 
belonged to you? 

What makes the difference? 

Why might people agree with a plan without feeling ownership of it? 



What happens when people understand what is expected but do not understand why it 
matters? 

 

Conditions That Invite Ownership 

What conditions have allowed you to feel genuine ownership in your own life or work? 

What was present? 

What was absent? 

What role does understanding play? 

What role does dignity play? 

What role does meaningful influence play? 

Can ownership grow when people feel they have no meaningful voice? 

 

Leadership Perspective 

Purpose 

To explore how leadership assumptions, authority, accountability, and decision-making 
shape the conditions where ownership either grows or struggles to emerge. 

Discussion Questions 

When leaders say they want ownership, what are they actually hoping to see? 

How might positional authority affect what appears to be agreement? 

When have we mistaken compliance for ownership? 

Can a person freely express disagreement when the person asking holds greater 
authority? 

What responsibility do leaders carry for creating the conditions surrounding a decision? 

Is explaining a decision the same as creating understanding? 

How might leaders distinguish genuine ownership from respectful compliance? 

What becomes possible when leaders focus less on securing agreement and more on 
creating understanding? 

Question to Sit With 



Are we creating conditions for ownership—or asking people to agree with decisions 
that have already been made? 

 

Management & Supervision Perspective 

Purpose 

To explore the space between accountability and ownership. 

Discussion Questions 

What assumptions do supervisors make when staff comply without enthusiasm? 

Can someone responsibly carry out expectations they do not yet own? 

What happens when questioning is interpreted as resistance? 

How might supervisory authority influence what staff are willing to say? 

Can ownership grow when people feel they must conceal disagreement? 

What does mutual dignity look like during difficult accountability conversations? 

How do managers create understanding without demanding agreement? 

Question to Sit With 

What becomes possible when supervision creates room for honest thought rather than 
immediate agreement? 

 

Professional Partner Perspective 

Purpose 

To explore how ownership develops within relationships where responsibility, authority, 
and support are not equally distributed. 

Discussion Questions 

What assumptions do we make when someone does not follow through? 

How might professional authority shape what we interpret as cooperation or resistance? 

What happens when a plan makes professional sense but does not connect to the 
person's own future? 

How do we help people recognize themselves within the plan? 



What changes when we begin by asking what someone hopes will be different rather 
than explaining what the system requires? 

Can participation be meaningful when available choices are narrowly defined? 

When have you witnessed genuine ownership emerge? 

What seemed to make the difference? 

Question to Sit With 

What might we understand differently if we viewed hesitation not as a problem to 
overcome, but as information to become curious about? 

 

Community Perspective 

Purpose 

To explore ownership from the perspective of people whose lives are directly affected 
by plans, services, decisions, and systems. 

Discussion Questions 

What makes participation feel meaningful rather than symbolic? 

What helps people believe their voice matters? 

Have you ever participated in a plan that technically included you but never felt like it 
belonged to you? 

What creates that experience? 

What is the difference between being informed, being consulted, being heard, and 
having influence? 

How can organizations recognize that silence does not necessarily mean agreement? 

What allows people to see themselves in a plan? 

What allows people to recognize a future worth investing in? 

Question to Sit With 

Are people being asked to participate in someone else's plan—or being invited to help 
shape a future they can genuinely recognize as their own? 

 

After the Discussion 

Do not rush to translate the conversation into an action plan. 



Allow participants to leave with questions, tensions, insight, and reflection. 

What idea are you still sitting with? 

Did anything shift in how you understand ownership? 

What did you hear today that you had not previously considered? 

What tension remains unresolved for you? 

What question do you want to carry forward? 

What would you like to understand more fully before deciding what this Perspective 
means for your work? 

 

Guidance for the Person Holding the Conversation 

Your role is not to teach the correct interpretation. 

Your role is not to guide participants toward a predetermined answer. 

Your role is to create the conditions where discovery can occur. 

Invite rather than persuade. 

Protect dignity. 

Remain curious. 

Allow disagreement. 

Resist correcting too quickly. 

Ask for meaning before asking for solutions. 

Make room for silence. 

Notice whose voice is missing. 

Let discovery belong to the participants. 

The conversation has been worthwhile when people leave seeing something they had 
not previously seen. 

 


